osb international
Consulting AG
Chausseestraße 128/129
10115 Berlin
Germany
international@osb-i.com
osb Wien
Consulting GmbH
Volksgartenstraße 3 /1. DG
1010 Vienna
Austria
T + 43 1 526 08 13 0
F + 43 1 526 08 13 19
wien@osb-i.com

osb Hamburg GmbH
Ballindamm 13
20095 Hamburg
Germany

osb Tübingen GmbH
Karlstraße 2
72072 Tübingen
Germany

T + 49 40 33 93 33
F + 49 40 33 91 90
hamburg@osb-i.com

T + 49 7071 55 22 01
F + 49 7071 55 22 05
tuebingen@osb-i.com

osb Berlin GmbH
Oranienburger Straße 90
10178 Berlin
Germany
T + 49 30 51 30 73 74
F + 49 30 51 30 73 78
berlin@osb-i.com

Vienna
Tübingen
Hamburg
Berlin
www.osb-i.com

Organisational
Design
Navigator
“Shaping
organisations
for sustainable
performance”

– Peter Sloterdijk

“Only individuals
can be wise, organi
sations can, at best,
be well designed.”

Organisational Design
Navigator
Organisational Design
Organisational design is a key task of leadership and a crucial leverage point for increasing
the performance of modern organisations. The
success factor for achieving this performance
increase is the intelligent combination of efficient and effective routines with flexibility and
openness for new ideas!
Decision making is guided by key processes
and communication structures. As Niklas
Luhmann puts it, organisational design, thus,
helps to “alleviate the chaos in organised so
cial systems, even though it cannot prevent it.”
Organisational design is therefore far more
than an organisational chart showing the
distribution of authorities and the hierarchical
decision-making structure. On top of this, it
includes horizontal linkages, business processes, HR systems and infrastructure decisions.
Consistently reviewing the organisational
design is as crucial for success as implementing the chosen design in daily management
decisions. The design provides a framework
for each leader’s individual leadership style,
as well as for cooperation in leadership teams
– the leadership practice. Leadership and organisational design are two sides of the same
coin.

Six Elements of Organisational Design to Consider
Strategy
What is the business strategy
the organisational design has
to support?

How to distribute our
work and authorities?
•
•
•

Principles and logic of overall
structure
Management of key dimensions,
e.g. function, product, customer,
geography, etc.?
Structure of sub-units

•
•
•
Formal
Structure

Governance
Systems

Horizontal
Linkages

How do we decide
and control?
•
•
•

Market dynamics
Business strategy
Organisational design criteria

How do we link
units across the
organisation?

Decision authorities and
decision rules
Target setting, management
control, governance systems
Key performance indicators

•
•

Leadership

•

Wie verteilen wir Verantwortung und gliedern
die Organisation?
• Prinzipien und Logik für die Gesamtstruktur

Human
• Organigramm d.h. Definition der FunkResource
tionen und Verantwortlichkeiten
System
• Struktur der Subeinheiten

Horizontal linkages
Communication formats
and communication media
Standard communication
calendar

Business
Processes

Infrastructure
How do we ensure
the fit between
people and jobs?
•
•
•
•

How do we
generate our
products and
services?

Job families / job descriptions
Competences and profiles of personnel
Talent management systems
Compensation and benefits systems

•
•

How do we shape our work
environment?
•
•
•
•

Core processes
Support processes

Work place and office architecture
technical infrastructure
communication and collaboration platforms
IT systems

How to Develop a New Organisational Design
Specify the
Strategic
Requirements
The process starts with a joint
look at future challenges and
the definition of the strategic
goals. Organisational design
criteria reflect the strategic
requirements and are later
used to evaluate the current
organisation as well as alternative options.
Reorganisation is not an end
in itself. The aim is to take advantage of changes in underlying conditions and maintain
or improve the organisation’s
performance.

Assess the
Organisation

Develop Design
Options

Decide on the
Overall Design

Following this, it is necessary
to develop a common picture.
The organization is reviewed
using several tools for analysis.
The guiding question is: To
what degree does the current
organisation match the current and future challenges of
the market and the clients?
The result is a ‘current state
assessment’ based on the
strategic requirements.

This phase sees the development of alternative design options. Generally, the organisational structure, the horizontal
connections, the governance
systems, the business processes, HR-systems and the
organisation’s infrastructure
are important dimensions.
Shaping new design options
is a creative endeavour with
intense discussions on basic
principles and critical details.

In this step, the different options that have been developed
are evaluated and a strategic
decision needs to be taken:
which of the options (including
the status quo) most effect
ively matches the challenges
and design criteria that have
been identified in analysis?
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Detail the
New Design
Eventually, all new key elements
of the organisation (see ‘six
design elements’) are planned.
The interconnectedness of these elements makes an iterative
procedure most appropriate.
Structural decisions require
process changes, changed processes require changes in HR,
specific horizontal connections
require new infrastructure, etc.

Plan the
Transition
Now it is time to plan the implementation measures for the
new organisational design in
detail. What needs to be done
until the day of the transition?
How are the parties directly
concerned and relevant stakeholders to be informed? What
training is needed for new
roles and tasks? Which topics
need particular attention
after the transition? How can
learning and adaptation be
organised in detail?

Anchor the
Design –
Ensure Further
Development
For the new design to be viable and effective, particular
attention and support from
management is needed for
some time after the transition. In this, the continuous
monitoring of the changes
can provide guidance: Where
do we stand? How has the
organisation’s performance
improved? Which further ideas
should we initiate?

